International Journal of Evaluation and Research in Education (IJERE) 
Vol. 9, No. 3, September 2020, pp. 539-547 
ISSN: 2252-8822, DOI: 10.11591/ijere.v913.20440 o 539 


The mediating role of perceived administrative support for 
the effect of job motivation on organizational identification 


Gökçe Özdemir 


Department of Education in Nizip, Gaziantep University, Turkey 








Article Info 


ABSTRACT 





Article history: 


Received Dec 10, 2019 
Revised Jun 2, 2020 
Accepted Jul 15, 2020 


In this study, the mediating role of perceived administrative support for 
the effect of teachers’ job motivation on their organizational identification 
perceptions was investigated. For this purpose, in mind, the opinions of 320 
kindergarten teachers in 304 schools from 13 different school districts of 
Şahinbey/Gaziantep were received. However, 233 scales were taken into 


consideration. The research data were collected through Job Motivation 





Scale (JMS), Organizational Identification Scale (OIS) and Perceived 
Administrative Support Scale (PASS). Descriptive statistics, correlation 
analysis, multiple regression analysis, and path analysis were used in data 
analysis. Analysis results revealed that the job motivation perceptions of 
teachers were high. In addition, it was revealed that the participants also had 
high scores for organizational identification and perceived administrative 
support support. Correlation analyses yielded positive, moderate and significant 
Teacher relationships between the research variables. Path analysis uncovered 
that perceived administrative support had a “partial mediating” role for 
the relationship between job motivation and organizational identification. 
Based on research findings, it was concluded that the effect of job motivation 
on teachers’ identification with their organizations was realized through 
perceived administrative support, albeit partially. 


Keywords: 


Job motivation 
Organizational identification 
Perceived administrative 


This is an open access article under the CC BY-SA license. 





Corresponding Author: 


Gökçe Özdemir, 

Department of Education in Nizip, 
Gaziantep University, 

Gaziantep, Turkey. 

Email: gozdemir382 @ gmail.com 








1. INTRODUCTION 

The efforts to determine the factors affecting organizational behaviours have become a requirement 
in an increasingly competitive environment for the organizations that have a dynamic structure in order to 
increase the employee performance. In particular, ensuring the employees’ integration with the organization 
through improving their sense of organizational commitment and providing their integration with 
the organization is important in achieving organizational goals [1]. The way individuals feel and belong to 
the organization they are members of is shaped according to their individual attitudes and beliefs about 
the organization [2]. Therefore, it can be alleged that the individuals with a high level of organizational 
identification will feel loyal to the organization through defending the aims and principles of 
the organization. Hall, Schneider & Nygren stated that organizational identification will create an emotional 
bond between the individual and the organization as a result of the individuals’ adopting the values, aims and 
objectives of the institutions they work for as if their own values, goals and objectives [3]. That’s why, 
the employees experience stronger and more permanent identification when they identify their individual 
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goals with those of the organizations they work for. Within this framework, it will be possible for 
organizations to understand the mechanisms directing the employees’ attitudes and behaviours towards work 
and determine the employees’ perceptions about the organization so that they can create human resources 
working for the organization’s own purposes and direct them desirably [1]. It is a general assumption that 
the employee who identifies himself/herself with the organization s/he works for will make every effort to 
achieve the organizational goals and defend his/her organization in every occasion. All these behaviours will 
also increase organizational productivity. Meanwhile, the creation of work environment to be desirable by 
the employees, administrative support and job motivation are considered to be significant organizational 
behaviours in order to achieve organizational identification. That’s why; human beings are the most 
fundamental elements of carrying out the organizational activities in accordance with the objectives. It can be 
claimed that the change of perspective with regard to working people particularly with the transition to mass 
production and the reduction of the need for human factor caused the job satisfaction and motivation of 
employees to decrease. Motivation, a dynamic process that keeps people alive through mobilizing them, 
increases the wishes and desires of individuals in achieving pre-determined individual and organizational 
goals [4]. As the motivated individual will enjoy doing the job, the performance and sense of self-integration 
will also increase. Sercan also noted that individuals with high job motivation will have higher levels of 
achieving their goals [5]. 

Job motivation is an internal process of creating individual willingness and mobilizing the 
individuals for the realization of organizational goals, depending on the fulfilment of individual needs [6, 7]. 
Motivation can be defined as the forces to conduct positively towards work and maintain them with the effect 
of internal and external parameters. Motivation, which is an important determinant of employee performance, 
has contributions of doing the best, producing quality services, being happy to be the part of the organization 
they work for and developing positive business attitudes. Motivation has two important features. Primarily, 
motivation is something related to the person, and secondly, it is an observable behaviour [8]. Although there 
have been studies on motivation since the 1900s, the research after 1930s have increased because of 
the effect of motivation on organizational psychology and theories approaching motivation from different 
perspectives have been put forward [9, 10]. The theories attempting to explain job motivation are divided 
into content and process theories. Content theories focus on individual needs and try to identify the factors 
influencing one’s behaviours [11]. These theories argue that the most important determinant in providing 
employee motivation is the created work environment. Process theories, on the other hand, focus on 
the factors leading to the initiation and maintenance of behaviour. These theories focus specifically on 
the psychological processes underlying the behaviours [9]. It can be said that both content and process 
theories are mainly focused on increasing employees’ happiness and desire of doing business in the working 
environment. If the motivation elements are created to keep the employees’ willingness to do business alive, 
people will feel comfortable, regard themselves as a worth for the organization, and thus they develop 
organizational integration. Similarly, in their study, Christen, Iyer & Soberman found that job motivation had 
a positive effect on the variables such as employee performance, commitment and identification while 
Houston asserted that motivation was effective on the attitudes and behaviours towards work [12, 13]. 

Patchen firstly used the concept of organizational identification to describe the similarity, loyalty 
and membership between the employee and the organization [14]. From then, it has not been possible 
to reach a consensus on the definitions although many of them have been offered for organizational 
identification. According to the common aspects of the definitions, identification is defined as the employee’s 
considering himself/herself with his/her organization as a whole, and matching the individual and 
organizational goals with each other to a large extent. Identification is one of the concepts based on social 
identity theory [15]. Social identity theory, which is defined as the attitudes within a group, is described as 
the self-concept that develops as a result of the individual’s membership in a group or groups and the value 
and emotional importance someone attaches to this membership. Mael & Ashforth, voiced that organizational 
identification has a cognitive structure unlike emotional and behavioural aspects, it becomes meaningful with 
the presence of groups and classifications and the individuals define themselves and their organizations as 
a whole to increase their self-esteem because of their tendency to perceive their social identities more 
positively [16]. According to Buchanan, identification is an affective commitment of an individual to 
the organization in determining his/her own role in the realization of the aims and values of the organization. 
For this reason, in identification, individuals are expected to do their actions voluntarily while doing their job 
in the organization, believe in the aims and values of the organization and tend to maintain his/her 
membership of the organization. In the process of identification, the values, organizational goals and beliefs 
of the organization, that is the organizational culture, will be internalized by the individual, and thus 
the identification is realized [17]. The employees’ perception of identification with their organizations have 
an important place within the areas of organizational scientists due to affecting employee performance, being 
a determinant of motivation and supporting human resources policies [18]. Therefore, we can say that 
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the individuals with high organizational identification will prefer the expressions they use for themselves 
to describe their organization. Identification is an important concept for organizations. That's why, 
identification is not only an integration of the individual with the institution in which s/he works, but also 
an indicator of organizational development activities, organizational strategies and individual or 
organizational socialization. Identification, as an organizational phenomenon, is the basic structure for 
organizations and constitutes the infrastructure for many organizational behaviors. In the literature review 
about organizational identification, it was found to be associated with trust, commitment, motivation, job 
satisfaction, administrative support and job performance. It is observed that the achievement motive of the 
employees who especially supported by their managers has increased, they become more creative, their 
courage and responsibility have enhanced and their skills to build positive relationships have improved [19]. 

The concept of administrative support, which refers to positive business relationship between 
the manager and the employees, is defined as managers’ allowing to emerge new talents, share authority, 
provide feedback on organizational activities, and support the development of their existing skills while 
engaging in activities for employees to acquire new skills [20, 21]. Employees who feel that they receive 
administrative support will feel worthy, their motivation and willingness to do business will increase and they 
will strive more for organizational purposes [22]. Administrative support affects many organizational 
behaviors such as employee performance, identification, commitment and job satisfaction. Perceived 
administrative support is based on social change, leader-member exchange, and psychological contract 
theories. According to the theory of social change, subordinates who are financially and morally supported 
by their managers have an increased level of organizational commitment and satisfaction with the work 
environment as they have more intimate and sincere ties with their managers [23, 24]. Leader-member 
exchange theory is defined as a dual process focusing on the relationship between leader and his/her 
subordinates. According to this theory, high quality relationship, high level of interaction, high level of 
trust and respect, mutual influence and trust emerge as the roles of organization members depending on 
their interaction with their superiors [25, 26]. Finally, psychological contract theory, which is a part of 
social change theory, is defined as the unwritten change of mutual expectations between employees and 
employers [27]. Psychological contract is the attitude of employees towards the job and the employers and 
the employers’ attitude towards the job and the employees [28, 29]. Manager behaviors have positive or 
negative effects on employees. Therefore, managers need to be aware of the impact they have on their 
employees and exhibit supportive behaviors. Also, it should not be ignored that employees’ feeling of 
worthwhile and recognizing that they are supported by their managers will create willingness to do business 
through increasing their motivation. According to Babin & Boles, encouraging, supporting and dealing with 
the problems related to the employees’ work-related efforts by the manager will contribute positively to their 
organizational identification and job performance [30]. Regarding motivation, which is a complex process, 
it is very important that the managers of the organization know what they need to do in this process, 
understand the reasons of behaviors and realize that everyone has different characteristics and needs. 
Herzberg, stated that superiors should give their subordinates the opportunity to show their talents and 
support them to succeed in order to increase employee motivation [31]. That’s why, the increase in employee 
performance, the integration of individual and organizational values and productive working depends on job 
satisfaction and motivation [32]. 

In the profession of teaching, which requires sacrifice and high professional commitment, 
the emotions and excitement of teachers must also be kept alive. The continuity of teachers’ willingness and 
happiness, especially their motivation, may contribute to the feeling of being comfortable in the work 
environment, doing the job with enthusiasm, feeling that they are worthwhile, and thus integrating with 
the organizations. In this way, they can regard themselves as the part of both their job and their work 
environment. That’s why, not only meeting the educational needs, but also knowing that they are allocated 
responsibility and authority, feeling important and considering that they are accepted by their colleagues will 
increase the motivation of the employees, and so make more efforts to realize the organizational goals [33]. 
It is thought that this study will give teachers the opportunity to become aware of their attitudes towards 
the institutions they work for, and will provide data on the effects of teacher motivation and administrative 
behaviors on the employees. It is believed that the research results will guide the planning of activities while 
making organizational development plans to increase the productivity of employees. In addition, it is 
expected that the study will contribute to the literature as there is no three-variable study related to job 
motivation, organizational identification and perceived administrative support. Based on these, the aim of 
the research was to determine teachers’ opinions about job motivation, organizational identification 
and perceived administrative support and to find out whether job motivation has a significant effect on 
organizational identification through perceived administrative support. 
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2. RESEARCH METHOD 
2.1. Research design 

The study was designed as a quantitative research that can be measured, counted, and often 
expressed in concrete words. In the study, relational survey model, one of the quantitative research methods, 
was used. Relational survey research are those in which the relationship between two or more variables is 
determined according to the opinions of participants [34]. The present study was designed in a relational 
survey model as it was attempted to reveal the relationships between job motivation, organizational 
identification and perceived executive support. 


2.2. Study group 

The study group of the study consisted of 320 kindergarten teachers in 304 schools located in 13 
different school districts in Şahinbey/Gaziantep. No sampling was taken in the study and the scales were 
applied to all 320 kindergarten teachers in 304 schools. 50 of the scales were not returned and 37 of them 
were excluded as they were not filled in properly. A total of 233 scales were taken into consideration for 
analysis. 26 (11.2%) of the participants were male and 207 (88.8%) were female. Of the participants, 16 
(6.9%) were aged 24 and under, 74 (31.8%) were between 25-30 years old, 95 (40.8%) were between 31-40 
years old, and 48 (20.6%) were 41 years and older. In addition, 16 (6.9%) of the participating teachers had 
l-year, 74 (31.8%) had 2-5 years, 95 (40.8%) had 6-10 years, and 48 (20.6%) had 11 and more years of 
professional seniority. 


2.3. Data collection instruments 
The research data were collected through job motivation, organizational identification and perceived 
administrative support scales. 


a. Job motivation scale 

The scale developed by Yılmaz, consists of 4 dimensions and 14 items [35]. The JMS is a 5-point 
Likert-type data collection instrument ranging from “not satisfied at all? to ‘completely satisfied’. In his 
study, Yılmaz found the Cronbach’s alpha for the overall scale as .81, for the sub-dimension of team 
cohesion as .71, for the sub-dimension of job integration as .69, for the sub-dimension of corporate 
commitment as .66, for the sub-dimension of personal development as .63. Within the scope of this study, 
Cronbach’s alpha of the overall scale was estimated to be .96, the sub-dimension of team cohesion .87, the 
sub-dimension of job integration .85, the sub-dimension of corporate commitment as .83, the sub-dimension 
of personal development .83. 


b. Organizational identification scale 

The scale, which was adapted to Turkish by Loğa, consists of 11 items in one dimension [36]. The 
OIS is a 5-point Likert-type data collection instrument with the points between ‘totally disagree’ and ‘totally 
agree’. While the Cronbach’s alpha of the original scale was .87, it was found to be .86 for the present study. 


c. Perceived administrative support scale 

The scale, which was developed by Kottke & Sharafinski (1988), and translated into Turkish and 
adapted to educational settings by Özdemir, is composed of one dimension and 14 items [37]. The PASS is a 
5-point Likert-type data collection tool ranging from ‘strongly disagree’ to ‘strongly agree’. The Cronbach’s 
alpha coefficient of the scale estimated as .96. Based on this study, Cronbach’s alpha was found to be .94. 


2.4. Data analysis 

SPSS 22.0 software package was used for the analysis of research data and LISREL 8.80 was 
preferred for structural equation modelling. Frequency and percentage distributions were estimated to 
describe the demographic characteristics of the participants. The assumptions of the relevant method should 
first be tested in order to determine whether statistical methods are suitable for the data under investigation. 
Therefore, the assumptions of regression analysis were checked in the first place. One of the assumptions of 
the analysis is that dependent and independent variables should be continuous ones at least on interval scale 
and distribute normally [38]. The measures of central tendency and skewness and kurtosis coefficients were 
examined to investigate whether the predictor and predicted variables show normal distribution. As a result 
of the analysis, the skewness coefficient of the organizational identification was found to be -. 270, and its 
kurtosis coefficient -. 278, the skewness coefficient of the work motivation was found to be -. 261, and its 
kurtosis coefficient -. 259, the skewness coefficient of perceived administrative support was found to be -. 
880, and its kurtosis coefficient -. 127. As skewness and kurtosis coefficients are within the values of 1, 
it can be claimed that the data show normal distribution [38]. Another assumption of multiple regression 
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analysis is to examine whether the relationship between the predictor variables and the predicted ones is 
linear. The scatter plot was drawn to control this assumption. When the linear graph for the presence of linear 
relationship was examined, it was concluded that the scatter plot created for the standardized residual values 
and the standardized predicted values defined a linear relationship and the normal distribution curves showed 
a normal distribution. In addition, variance inflation factors (VIF) and tolerance values were examined to 
determine the correlation between the predictor variables. As there were no estimations large than 10 among 
VIF values (3.360) and less than 0.2 among tolerance values (.298), it can be asserted that there was no 
multiple correlation [39]. Mahalanobis distances were also calculated as the outliers of data would impair 
the compatibility of the regression model with the required model in the regression analysis. In the study, 
since the number of independent variables was two and the values with Mahalanobis distance over 9.210 
for p=0.01 were outliers, no data deletion was performed as there were no estimations more than 9.210 in 
the data set. Following these processes, correlation analysis was performed for multi-collinearity between 
the variables. After the correlation analysis, a regression analysis was conducted by creating a 2-stage model 
to test the role of perceived administrative support in the effect of job motivation on organizational 
identification. In the analysis, the organizational identification factor was included in the equation in the first 
step and its effects were controlled. In the second step, hierarchical multiple regression analysis was 
conducted to measure the effects of perceived administrative support variable. After the regression 
analysis, the theoretical model for the relationships between job motivation, organizational identification 
and perceived administrative support was tested with the structural equation modelling using LISREL 
8.80 program. 


3. RESULTS AND DISCUSSION 

After descriptive statistics, correlation coefficients between variables were estimated to determine 
teachers’ opinions on job motivation, organizational identification and perceived administrative support. The 
findings are submitted in Table 1. As can be seen in Table 1, teachers’ opinions on job motivation (X = 3.54), 
organizational identification (X = 3.94) and perceived administrative support (X = 3.82) are at ‘high’ level. 
The scores between 3.40 and 4.19 on a 5-point Likert-type scale correspond to “high” level [40]. Based on 
these findings, it can be affirmed that teachers’ opinions about job motivation, organizational identification 
and perceived administrative support are in positive manner. In the present century, job motivation and 
administrative support are considered to be essential organizational behaviours in increasing the employee 
performance in the workplaces and in identifying themselves as part of the work done, in other words, in 
identifying themselves with their jobs [41]. According to the finding, it was concluded that teachers’ 
perception of job motivation was high. High job motivation of teachers can be interpreted as they do their job 
lovingly and they have job satisfaction. Çalış, draws attention to the importance of teacher motivation in 
achieving success in education and has confirmed that teachers’ job motivation is high in his study [42]. 
Job motivation is a concept that cannot be ignored in terms of achieving organizational objectives and 
increasing the quality of production, service and productivity [43]. Depending on the data obtained from 
the research results, it is possible to say that teachers’ perceptions of organizational identification were also 
high. According to this finding, it can be claimed that teachers identify themselves with their schools and 
regard themselves as the representatives of their schools. In addition, employees who identify themselves 
with the organization they work for internalize organizational values and beliefs and exhibit consistent 
behaviours [44, 45]. Another finding obtained from the study was that teachers’ perceptions related to 
be supported by their administrators were high. Teachers develop different attitudes depending on 
the appreciation of what they do for the school by their administrators, and the attitudes developed by the 
teachers differ according to their perceptions regarding to be supported and valued by their managers [46]. 
Based on this result, it can be stated that teachers are satisfied with their administrators, their needs and 
expectations are met by their superiors and there are good positive relationships between them. 


Table 1. Descriptive statistics for variables and correlation matrix showing the relationship between variables 








X SD Job motivation Identification Administrative support 
Job motivation 3.54 .742 1 
Identification 394 .625 .390* 1 
Administrative support 3.82 .687 319% .482* 1 





*p<.01 


As can be seen in Table 1, there is a positive, moderate and significant relationship between job 
motivation and organizational identification (r= .39, p < .01). This shows that teachers have positive thoughts 
about their job, so there is a positive and significant relationship between the way they define themselves and 
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their organizations. In addition, depending on the fact that the participating group is composed of 
kindergarten teachers who need to love, sacrifice and labour more than other subject matter teachers, it can 
be asserted that the teachers love their job, hence they have developed positive attitudes towards their jobs 
and the institutions they work for, and they regard the success of the institution as their own achievements. 
Similarly, there is a positive, moderate and significant relationship between job motivation and perceived 
administrative support (r= .31, p < .01). Kurt, proved that perceived administrative support significantly 
affected job performance and accordingly job motivation in his study examining the relationship between 
perceived social support and job performance, and Demirhan, Kula & Karagöz also found a positive and 
significant relationship between administrative support, job satisfaction and job performance [47, 48]. 
Finally, there is a positive, moderate and significant relationship between perceived administrative support 
and organizational identification (r= .48, p < .01). Eisenberger, Huntington, Hutchison & Sowa, noted that 
the more the appreciation, respect and relationship needs of the employees are met by the managers and their 
efforts are rewarded, the higher their perception of support will be [49]. In general, the findings indicate that 
there is a moderate and positive relationship pattern among the variables of the present study. Based on the 
expression that values less than 0.30, those between 0.30-0.69 and those more than 0.70 can be interpreted as 
low, medium and high level of relationship respectively for the relationships between the variables, moderate 
and positive relationships were observed between all the variables [50]. Therefore, it can be asserted that 
teachers feel their administrators ready when they need them, their own interests are taken into consideration 
for the decisions about themselves, their contributions to the school are believed to be noticed by the 
administrators, and they internalize the values of the institution depending on these factors. 

Multiple regression was performed to determine whether the variables of job motivation and 
administrative support predict organizational identification. The results of regression analysis are presented 
in Table 2. As seen in Table 2, job motivation is a significant predictor of organizational identification 
(B= .39, p<.01) and 30.2% of organizational identification is explained through job motivation (R?=.302, 
p<.01). Job motivation is a significant predictor of perceived administrative support (B=.55, p<.01) and 46% 
of perceived administrative support is explained through job motivation (R2=.460, p<.01). Analysis results 
demonstrate that perceived administrative support is a significant predictor of organizational identification 
(B=.29, p<.01) and 20.5% of organizational identification is explained through perceived administrative 
support (R2=.205, p<.01). In addition, it is observed that the effect of job motivation on organizational 
identification proceeds with the inclusion of perceived administrative support, but the effect coefficient and 
significance level decreases (B=.31, p<.01) and 35.2% of organizational identification is explained through 
job motivation and perceived administrative support (R2=.352, p<.01). It can be alleged that perceived 
administrative support is a partial mediator variable due to the decrease in the effect coefficient and 
the significance level of job motivation after the inclusion of perceived administrative support to the analysis. 
However, the significance of the decrease in beta values was analyzed through Sobel Test in order to make 
clear whether the mediating effect was statistically significant or not. Sobel test results were Z= 3.026, 
p = 0.0024. The significance of Sobel Tests confirms the existence of the partial mediator effect of perceived 
administrative support variable between these variables. Depending on this result, it can be stated that 
the individuals’ perceptions of organizational identification will also increase together with high job 
motivation, and perceived administrative support will make positive contributions to increase organizational 
identification perception, albeit partially. In support of this finding, Celep predicts that organizational 
identification is related to job satisfaction, motivation, performance, loyalty to the organization, commitment 
and collaborative behaviours [51]. In addition, the employees who integrate their own goals with the 
organizational ones are less likely to quit their jobs and exert extra effort and high performance for their 
organizations [52]. In particular, it is possible to say that employees who feel the support of their managers 
will do their jobs with high motivation, and thus their productivity and work-oriented efforts will 
increase [53]. In other words, the employees will do their job lovingly and will not avoid taking 
responsibility about the work as the perception of high organizational identification will create happiness in 
people. That’s why, the employees will consider the work they do for the organization as their own business, 
they will view the objectives of the organization as their own ones and they will work effectively and highly 
motivated to achieve these objectives of the organization as a result of organizational identification [54]. 


Table 2. Structural models between the variables 








Model Variables B t p R? 

Job motivation Identification 39 4.32 .000** 302 

Job motivation Perceived administrative support 55 9.12 .000** .460 

Perceived administrative support Identification .29 3.77 .000** .205 
Job motivation Administrative support Identification 31 3.92 .002** 352 





*p<.05, **p<.01, ***p<.001 
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The theoretical model for the relationships between job motivation, organizational identification and 
perceived administrative support was tested through the structural equation modelling. The analysis results of 
the structural equation model are given in Figure 1. As can be seen in Figure 1, the effect of job motivation 
on organizational identification decreased after the inclusion of perceived administrative support variable into 
the model. In the structural equation model analysis, the effect of dependent and independent variables on 
each other was analysed in the first place as in multiple regression analysis (0.44). Then, perceived 
administrative support was added to the model as a mediator variable. With the inclusion of the mediator 
variable to the model, the effect of job motivation on organizational identification has decreased (0.26). 
The resulting decline indicates that perceived administrative support is a partial mediator variable in this 
relationship. The goodness of fit indices of the model in which the mediation effect is tested also in favour of 
this result (72 (1678.17, N = 233); df = 610; y2/df = 2.75, p < .001; RMSEA = .07; RMR = .04; AGFI = .90; 
GFI = .92; CFI = .98; IFI =.98; NFI = .97]. Based on the expression of Schermelleh-Engel & Moosbrugger in 
that RMSEA <0.10 and 2< y2/df<3 refer to “acceptable fit”, it is observed that the model has a good fit 
according to the overall values of model [55]. 
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Chi-Square= 1678.17, df= 610, p-value= 0.00000, RMSEA = 0.076 


Figure 1. The results of structural equation model 


4. CONCLUSION 

Job motivation, organizational identification and perceived administrative support perceptions are 
significant notions for both organizations and employees as they are the reflection of the employees’ 
relationship with their organizations. It is also important to reveal the employee perceptions regarding these 
concepts in terms of uncovering the main reasons underlying the attitudes and behaviours of the employees 
and guiding the managers during the organizational development activities. In this study, the relationships 
between the teachers’ perceptions regarding job motivation, organizational identification and administrative 
support were examined. These variables, whose effects on each other had been examined separately in the 
literature, were brought together with a dual model within the scope of this study. Based on the result of the 
model, it was concluded that perceived administrative support had a partial mediating role in the effect of job 
motivation on organizational identification. This study is limited to the variables of job motivation, 
organizational identification and perceived administrative support. In future studies, yhe relationship between 
the variables and different organizational behaviour elements can be examined. Moreover, this study in 
which quantitative research methodology is adopted, can be combined with qualitative research methods to 
further examine the underlying ideas of perceptions. 
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